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ABSTRACT 

As the baby-boom generation ages, fewer new workers 
will be available to fill jobs in U.S. companies. Many of the young 
workers who are available lack basic skills. Although the educational 
system must be reformed to remedy this problem, that will take time. 
Meanwhile, employers need other ways to maintain staffing and 
productivity. They could go outside the United States to recruit 
workers, or they could add more automation to reduce the need for 
workers. An easier solution, however, would be to hire Army alumni to 
fill their jobs. The Army produces trained personnel who have job 
skills, are literate, and have good work habits. Employers who hire 
Army alumni will get productive workers without providing extensive 
training. Employers can find Army alumni to hire through a new Army 
Career and Alumni Program. They can also use additional government 
resources. Most important, companies can encourage their personnel 
departments to look for Army alumni to fill job openings with 
skilled, dependable workers. Quotations from 13 sources are 
interspersed throughout the text. (KC) 



* Reproductions supplied by EDRS are the best thr^t can be made 

* from the original document. 



The quotes in this booklet help demonstrate the valuable 
contribution Army alumni can make in keeping Amertcan 
businesses competitive. The Army wishes to thank the 
authors of those statements for their support and for their 
help in bringing Army alumni to the attention of the 
broader business public. 
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Foreword 

In i9SSt Denis Doyle of the Hudson Institute and I authored a book 
entitled Winning the Brain Race. In itt we proposed a series of 
reforms for our public education system that built upon our own experi- 
ences within the marketplace. Its underlying tenet unts that a strong 
society and healthy economy depend largely upon the ability of Amer- 
ican enterprises to compete successfully with foreign companies, and 
that such ability relies primzrily on the skills of an educated workforce. 

Currently, there is a crisis in public education. America*s public 
schoob graduate 700,000 functionally illiterate students every year, and 
700,000 more drop owl. Four out of five young adults cannot summarize 
the main points of a newspaper article or read a bus schedule. What this 
could mean for American companies in the very near future is a serious 
diminution in the quality of their entry-level workforces. It abo raises 
the specter of increased spending by businesses to supply uH>rkers with 
appropriate remedial and skill training. 

Recognizing that changes in the American educational system cannot 
occur overnight, the onus is upon all corporate managers actively to 
seek out alternative sources for skilled manpower that will enable our 
economy to remain sound and take fullest advantage of our nation *s 
resources. Experience for Hire offers one such alternatit^e. 

Army alumni bring to business both tangible and intangible skilb 
learned from one of the most progressive and technologically-advanced 
training programs amilable. They have actual job skills, many of which 
are transferable to civilian employment. In addition, they are highly 
motivated, disciplined and have demonstrated, through their commit- 
ment to our country, a uvrk ethic that should serve as a strong indicator 
of their responsihleness and maturity. 

Since we as taxpayers, both individual and corporate, have contributed 
to their education and training, it makes sound business sense to take 
advantage of this important resource. We have made an investment in 
their futures, and we should now reap the benefits. 



0 




Ivr these reasons, I hope you wilt read Experience for Hire and wilt 
tahe appropriate action unthin your own companies to ensure that these 
young men and women are given every opportunity to demonstrate 
their value, 

Daxnd T Keams 
Chairman and CIX) 
Xerox Corporation 
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Experience For Hire: 
Introduction 



For most -^t'tliis country s industrial history, there have 
been more skilled workers than jobs Employers have had 
their choice of any number of experienced people who 
could be relied upon to increase their productivity and 
competitiveness. Now, however, American businesses find 

themselves on a collision 



course with a double short- 
There are some major staffing and devel^ ^ shortage of workers 

opment issues facing businesses today, t^nd ^ ^ r i 11 

/ . Ir J II in 4 and a shortaue ot skills. 

businesses cannot afford to o\>erlook quali fiea 

applicants. Army alumni fit the mold ofdesir- 

able employees, " The baby boom ircneration is 

RoKiil'icfH^toi rapidly agini!;, leavinu; in its 

/»rMh/<.//.iN./( 10 wakea urowinu manpower 

dchcit More seriously, 
however, much of today s labor force lacks even the most 
basic of skills. This latter shortai^e is addini!; siii;nificantly to 
the cost of doinu; business. It also is raising the specter ot 
increased inflation, constrained products itv and 

decreased compt^titiveness in „ „ . 

an expanding world market Mh.^ru'dly support the hem hts 

ol employitiii Army ulamttiy 
How can companies cope^ A' ( / 

One way is to commit more / " '<"f ' j | ' < 
capital to remedial and skill 

training; and consider the importation of toreii;n workers 
Another more immediate and cost-ctTicicnt alternative is 
for employers to seek a new source for experience - the 
kind of ex[)enence Army alunim brini; to the marketplace 
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A Contagion of Shortages 



In the past six years, the American economy has added 
19 milhon new jobs. But while demand for workers has 
risen, growth of the labor tbrce has slowed. This trend is 
cxpeaed to continue through the end of this century 

According to the Bureau of Labor Statistics, the number 
ot lfvto-24-year-olds entering the labor force over the next 
several years will drop nearly 7 fvrceiit, from the current 
227 million to 21, 1 million, bc^tore finally bottonnng out. 

An even more dramatic decrease is expected in the nunilxT 
ot 25-to-34-year-<)lds, From a high of 36,2 million, this 
traditional manpiwer pool is predicted to dive to 31,7 mil- 
lion by theyear 2()(M)/ 



The Dwindling Labor Supply 




This labor shortage could impede the growth of many 
enterprises. However, it is not the most serious problem 
confronting American businesses today. Rather, a shortage 
of skills, or what has become known as the '*skills gapl' 
ultimately could determine the degree to which companies 
remain productive and profitable. 



The-SkilbGap" 



According to a study released by the departments of Labor, 

Education and Commerce; 

two-thirds of the employers 
surveyed indicated that current 
entry-level applicants lacked 
even the most basic of skills. 
Those included spelling, writ- 
ing, mathematics, oral com- 
munication, flexibility and 
adaptability, problem-solving, 
and attitudes and work habits. 



^If America *s workforce in general had the 
education and training found among the men 
and women of the Army; we could he for more 
confident about maintaining our economic 
and political leadership around the world!' 

lohn /- ( It tithtiui 

(^hitmiiatt 

Htll South ( orf\^tit{toti 



self-direction and initiative. 



Another survey of top corporate managers nationwide, 

conducted by Yankelovich 

Clancy Shulman, confirmed 
these results for the work- 
force as a whole. Eighty-six 
percent of the businessmen 
polled believed that the 
quality of the U.S. workforce 
poses a serious threat. Fifty- 
five percent said that erosion 
of the work ethic will have a 
major negative efiect on cor- 
porate performance in the 
future. One exeaitive even went so far as to identify the 
'skills gap" as "probably our number one problem!' * 



The skills shortage focing businesses today is 
a serious concern. For many organizations ^ it 
may mean the difference hftween remaining 
competitive or just breaking even. For human 
resource managers^ the skills shortage requires 
the exploration of new sources of experienced 
manpower. Army alumni represent an avenue 
that should he explored!* 
Ronald Pitttuo 
I're.Mdnit and (XX) 

Atucruan SiHtfty (or IVrsotttu'l \iituiuis(t,ttion 
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David T Kcams, Chief Executive Officer of Xerox 
Corporation, defines the problem this way: "We can tram 
employees who arc educated -those who have learned how 
to keep on learning. We cannot train the uneducated!'^ 

Rising Skill Requirements 

The problem, however, goes further than just the current 
shortage of skills. Skill requirements are expected both to 
rise and to change frequently as companies react to inter- 
national competition and adapt to new technologies: 

• Eighty-two percent of today s jobs requirc completion of 
at least four years of high school; the figiirc for tomorrow's 
jobs is 87 percent. 

• Twenty-two percent of today's jobs requia^ four years or 
more of college. In the future, 3() percent will demand 
college completion or graduate work.^ 

The question is, where can American companies find those 
skilled workers? 

The Occupations of the Future Will Require 
More Education 



Cv rrent Jobs Education Needed New Jobs 




»n the future, 87 percent of all jobs will require high school 
completion. Thirty percent of ail lUture job*, will demand college 
completion or graduate work. SiUiru Hiuisoii liistuutt 



In Search of Skilled Workers 

According to the Department of Education, nearly one 
millicn youths drop out of high school each year. In some 
school chsthcts, the rate exceeds 50 percent. 

Under 40 percent of high school graduates can understand 
an averag New York Times article or figure out their 

change when paying for 
lunch. Between 17 and 
21 million U.S. adults are 
functionally illiterate. 

If these trends continue, 
American businesses could 
find themselves cnppled in 
the face of increased interna- 
tional competition. Esti- 
mates already show that 
American companies are spending nearly $25 bilhon 
annually just for jvmedial training. 

This situation, quite naturally, has triggered a resur- 
gence in educational rcforni. However, such reform 



"Tfif conthination of experience and maturily 
that Army alumni hrin^ to their jobs is uv// 
recognized. They are a reliable source of 
skilled manpower for the business community*.* 

litUuwt l{ ^io^Mlu•^,^t{lr} 
I luitthUtl iUUl (1 < ) 



^America invests billions of dollars in traininji 
young men and uvmen in the U.S. Army in a 
wide range of skilh that have immediate appli- 
aUi&n in industry. Industry should make the 
Jultest possible use of this resource as part of the 
effort to enhance our competitive position in 
wdrid traded 

Edi^ar S IMxilard 



will not take hold quickly 
enough to help employers 
who need skilled workers 
now. Instead, companies 
need to consider alternative 
sources of competent and 
experienced labor. 
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Today's Army 



E^h year, approximately 150,000 soldiers separate from 
the Army to seek civilian employment. These Army 

alumni constitute a fertile 

source of skilled and experi- 
enced manpowx^t for Amer- 
ican businesses. 



7n my t xperiertce, I havf found that Army 
alumni make excellent employees. They are 
hij^ltly motivated and have a uvrk ethic that 
is I'ompatihie tvith any successful business 
enterprise'' 
H'lHiiim / ('f^u\on 



hi( ! () 



Not only have they been 
trained to a level of profi- 
ciency in certain skills- many 
readily transferable to avilian 
jobs-but they also have developed a work ethic Amencan 
businesser identify as important tc their success. 



( Juimnan . 



In addition, these alumni have met the Army's increasingly 
high standards for educational achievement. 



Ibday's Soldier Population 

In recent years, the educational demographics of the Army 
have changed significantly. Today, the proportion of high 

school graduates in the Army 
IS greater than m the general 
population as a whole. 

Ninety-two percent of the 
men and women entering the 
Army are high school gradu- 
ates. Appro> niately 16 per- 
cent of enlisted soldiers have 
earned bachelors degrees. For Army officers, that number 
jumps to 97 percent. Many of these men and women have 
graduated in the top half of their college classes. 



"Today *s complex business environment re- 
quires ptrsonnel with discipline, integrity 
and a commitmenit to quality -attributes 
that art evident in Army alumni!* 

y.dwara \ Bremuiti 

StMr^. Riuhuhiifiii ( o 
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Building a Civilian Workforce 



Currently, only about 25 percent of these young people 
remain to pursue a career in the Army after their first 
enlistment. The rest make the transition to civilian careers 
with the exnt;nrnc«' ^rn\ skills necessary to help them excel 
in any organization. This is completely consistent with the 
Army's practice of recruiting and training talented men 
and women for two- . three-or four-year terms of service 
and returning them to the civilian community. 

Additionally, about 12,IKK) people retire from the Army 
each yean They have held a variety of leadership posi- 
tions. They know how to conimunicate and coordinate 
effectively to get the job done. 

General Carl E. Vuono, Chicfof Staff oftlK Army, has 
personally w^itnessed their value as soldiers and achievers. 

".4 qikilitY fonr m'vds qiiality soldiers to i^ivc our small Anny the 
fivAihihty tivirsHny to Jiilfill ^tratcgk m/cN, atid to make tlw Mio>r 
i\Hietit and ttji'i'tirc use of available resourees. 

have siucvs^' f '/y met our htjfh-tjuality requiremetits hy attraet- 
youni^ ^ hiniiws with a record ofachievemetit. H/^// ai hie vers 
make thv best soldiirs ht'cause they are easier to tram, less pnvie to 
imiisciplim' and more likely to complete their .service lommitmeut . 

TlwH' !ii^\^h'quaiuy soiiSiers jmd Army servui' ati tMeHeui i^mou; 
itda'*'lops initiative ami qualitu's like loyalty, self-discipline and 
fHrseverance ihat are essential to suaess in afiy career endeavor 
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"The Army strives to rvtaift these quality soldiers hy meeting their 
expectations for challetige in an exciting, demanding training 
etmronment. We recognize that many of these young people will 
leai^ the service. We are con fidettt, /louvirr, that those who lean* 
the Army return to society with the kind c>f experience that will 
help them succeed in their life's uvrk. 

"Those soldiers who chixtse to remain in the Anny for a career gain 
many years of hands-on experience and supenisory responsibility 
with state-of-the-art technology TIte experiaice of these career 
soldiers makes them valuable for Americas /ti/vr force when they 
decide to retire. " 
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Army Training 



An Er'ut & Whinncy survey oL^K) Midwestern manu- 
facturers showed that their top 
priority for the next several 
years will be employee train- 
ing and motivation^ For the 
Army, training and motiva- 
tion have always been para- 
mount concerns. 



. . , \ttlitons (>/ Army itiuntnt hat*c ri'turned 
to the privitti' svitor to provide the UaJcrshtp, 
ioy^tty ^ffd Jiseiplifte that hjs for^^ed the sue- 
tt'ss of the L tiited States They have aetjuired 
expenenee and hard sktlls trom I ' S. Army 
f r ill II I ri It is not etio u}* h to re i i>y 'aize t het r 
honorahte sirrue to ourioutttry irfci/r tn uni- 
form It ts ahu^httety netessaiy for employers 
to reath out to the^t veterans" 
\ 11 , .1 



With the resources to develop 
and use some ot the most 
technological I y-advaneed 
equipment in the world, the 
Army requires that all of its 

soldiers achieve a level of expertise and a work ethic otten 
missing in new entrants into the workforce. 

According to a Department of Labor report, the skill dis- 
parity between average labor entrants and Army alumni 

will widen even further over 
time. By the year 2(H)(), even 
Army alumni skilled solely 
in military specialty areas 
will have acquired compe- 
tence aK)ve and beyond their 
civilian toiuueipaiis in aica^ 
such as ptTsonnel administration, workload management 
and leader^-'hip that aa* so criucal to today s increasingly 
globalized companies" 



*^Suaess in business ret^uires both sktih and 
discipline, and tt has been our experience that 
Army aluntni have biyth^' 

R.ilvh I If 

{ H I nn .h It,., (hi 
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Anny Skill Thiining and Experience 



The Amiy provides trainin 



"Today^s Army is prwiucin^ alumni that hatv 
a keen sense of mission and purpose; a finely 
tuned understandinj^ of respect, trust and 
ihe importance of teamuvrk. The qualities 
learned and the experience j^ained in the 
Army make Army alumni excellent 
employees and manaj^ers!' 

\1a\utl! Mtumtlhifi Inhnhinotutl 

tronics or other underlyini; 



g ii) over25()txcupational or 
. skill specialties as diverse as 
construction, cable coni- 
nninications, topographic 
engineering and finance. 
The training is rigorous 
and combines the benefits 
ot both formal education 
and on-the-job experi- 
ence. A large percentage 
ot soldiers also receive a 
solid grounding in elec- 
disciplines. 



Many of the occupations are comparable with civilian jobs, 
enabling American businesses to alleviate some of their 
cost burden of training. Specific career management fields 
include administration, engineering, medicine and public 

affairs. Army alumni also 

carry with them the potentia 
of trainability. 



Several studies indicate that 
once an individual has been 
successfully trained in a smgle 

31VAil, tiiwtc iS ct Siiwiig piuu- 



' Army alumni are providinjn companies like 

Fluor with that most valuable of all assets- 

a skilled uvrkforce to help us face the future 

with confidence'' 

I j.ivtd S iip}\w, ft 
( h tirntiifi Kind ( I ( i 



ability that a second skill will 
be easily learned. Since corporate investment in employee 
education and training - now estimated at $8() billion a year 
- could double by the year 2(X)1 * American businesses have 
much to gain from taking advantage of the experience of 
Army alumni. 
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The Army Work Ethic 



Army alumni, however, art* more than just job-skillcd 
and trauiablc. Fhcy also possess strong leadership and 

management skills, as well 

as the self-confidence and 
motivation necessary to help 
American businesses remain 
productive. 



According to a study pre- 
sented at the American Psy- 
chological Associations %th 
Annual Convention,^ Army 
alumni have valuable global 
work skills such as leadership 
ability, a'spcct for authonty, 

and an ability to work with others and make decisions that 
arc necessary in most jobs regardless of specific job 
dcscnption. This is the kind of work ethic most often 
sought by industry 



More than forty years in business has taui^ht 
me what the Committee for Economic 
Development's extensive research amonji 
business leaders con firmed: academic skills are 
an important qualification for any employee^ 
hut good uvrk habits are equally essential. . . . 
Few experiences are as effective at instillinj^ 
those characteristics as a tour ofduty in our 
armed forces',^ 
( )utu Urihifoni HiuUt 
f\i ami ( hiiintuitt 
PfiHh r i. < nimhh 



In its survey of hundreds of employers (Fortune 5()() com- 
panies, mid-size and smaller businesses), the C^omniittee 
for Economic Development found that employers want 
workers who: 

• display pride and enthusiasm in doing their work; 

• set pnont'cs ^nd work lipd^*** p''C*^*^Lirei 

• can function as part of a team; 

• can adapt to physical and safety demands; and 

• can absorb training quickly."^ 

Army alumni bnng these personal qualities to everyjob 
they undertake. 
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Transferability Of 
Army Skills 



In the past, the Army has been criticized for not giving its 
soldiers market.ible skills. Evidence exists, however, to 
refute those clamis. 

Competitive Skill IVansfer 

According to a 1984 survey conducted by Ohio State Uni- 
versity," 50 percent of all Army alunini had transferred their 
occupational skills to civilian jobs. This compared favor- 
ably to a 48 percent rate of transfer by graduates of proprie- 
tary business schools and vocational /technical colleges. 

Even when the comparison to civilian training was ex- 
tended to include businesses training their own employees, 
the aggregate rate of transfer increased to only 56 pcreeni. 
The study s principal author concluded: 

"77ie degree of transferahiUty ofskilis acquired in the militarY 
mries by ocaipauoual specialty with the lowest rate fotmd ni the 
combat specialties. 

"Given that some portion of military training is by depiition 
specific to the military the petcentage oftramferahlei^kilh 
is impressive. 

"Vie probability ofshill transfer ktween military training and 
civilian employment is oti par with that of most lmsines}< schix^ls 
and vocationa l/techn ica I it h titutiofis ' ' 

In addition, approximately half of all Army skills are rec- 
ognized by the U.S. Department of Labor as skills that can 
be apprenticed. 
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Performance Of Army Alumni 
In The Civilian Workplace 



Many Army alumni attribute their success in business to 
their niihtary experience. Studies conducted by the Temple 
University Center of Labor and Human Resource Studies 
confirm this/" 

The Intrinsic Value of Army Alumni 

Using data collected over 19 years, the Temple study com- 
pared tlK earnings of Army alumni with those of similarly 
qualified and educated high schoc^l i^raduates. The results 



Economic Performance of Army Alumni 
in the Workplace 



Annual 
Earnings 
m 1980 




1 23 4* 56789 

Years Since High School 



*MthtarY enlistment ends 

■ Civilian/ ■ Military/ ■ Military/ 

No College No College College 
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clearly showed that Army aluiniii had greater financial suc- 
cess. Such success points to the responsible job perform- 
ance and proniotability of Army akuniii in the civilian 
workplace. 

In particular, the study cited certain aspects of the Army 
experience as being directly Responsible for these results. 

• work attitudes like self-confidence, siKial maturity and 
acceptance of legitimate authority; 

• opportunities to develop and display leadership skills; 

• technical trainmg; and 

• increased educational opportunities. 

Tl^se conclusions aa* consistent with the findings of the 
Committee for Economic nevelopment. 



Economic Performance of Army Alumni 
in the Workplace 



Annual 
Earnings 
in 1960 




10 11 12 13 14 15 16 17 18 19 

Viears Since High School 



■ Civilian/ ■ Military/ ■ Military/ 

No College No College College 

Sourir Ihc kiononut Krlurtis tti Military StrvK( 
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Conclusion: 
Forging Strategic 
Alliances 



For employers, the problem of. 
to disappear in the next dec- 
ade. Economic and demo- 
graphic data confirm this. 
Instead, the >>kills gap will 
widen, creating inflationary 
pressures that could poten- 
tially diminish our country's 
technological leadership an^ 
strong international compei.- 
tive posture. 



skills shortage is not going 



*^'JbddY*s major atrlints require hi^hly-skilltd 
personnel who are mature, ^oal-oriented and 
experienced. At Deltr Air Lines, uv hat*e 
found that the Army alumnt enterinji the 
civilian job market today possess (hese desir- 
able traits and are stronj^ candidates for many 
of our johsr 
hW ML,! 

( /(JIMHiiK ,JM<i ( / ( > 



But while many of us recognize that businesses cannot 

endure long-term, large-scale 

disruptions caused by lack 
of a competent workforce. 
It would appear that few 
immediate and cost-efficient 
solutions to the problem 
exist. Evei the Department 
of Labor is unable to identify 
corrective actions that are 
easy to implement and do 
not impose a considerable 
economic haidship upon 
companies: 



"/ hair lon^ believed tnat Army alumni britt^ 
some very special qualities to the puvate sec- 
tor. Their dc itcation-particutarty in today ^ 
all-volunteer army-is obvious and companies 
can almost certainly count on Army alumni 
bein^^ hard-working and dilij^ent. And, Army 
alumni brinji to their jobs and to their lives a 
wealth of experience that is readily adaptable 
to the business world. We are proud to be an 
employer of Army aiMmni " 

/ l\ht 

( /i»/in»i»JM ( I i i 



• increase classroom and on-the-job training and retraining 
programs; 

® raise wages and increase fringe benefits to attract more and 
better workers into the labor force; and 

• expand the use of foreign workers - temporary and perma- 
nent - to augment and complement the U.S. labor force!* 
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In addition, the LaHor IXpartnicnts siigu;cstion that 

cMuploycrs reduce their skill 

requireinents for workers by 



The Army recognizes that hiring Army akinini can never 
be Considered a total solution to the problem. However, 
it is one integral methoci companies should explore to help 
forestall, in a cost-c^fficient manner, the etfects of this 
serious shortage- 
Accessing Army Alumni 

The easiest way employers can take advantage of the Army s 
expcnenced manpower is to suggest to their hiring p rotes- 
sionals that they give serious 
consideration to all individu- 



match. Even in cases where no direct match seems 
obvious, Army alumni should be interviewed to deter- 
mine their full capabilities and motivauon. 



"Hiring Army atumni providus a reasoned 
alternative to the skilb shortage. They are 
trained and, importantly, trainable- a tMltt- 



intrtxlucing greater automa- 
tion into the workplace could 
potentially serve as a deterrent 
to the infusion of creativity m 
corporate America. 



OiiUr Roherisott 
ChiUnfuw auti CI i) 
( hihvm 



als who have received honor- 
able discharges from Army 
service. As a matter of cor- 
porate policy, these .Jumm 
should have the opportunity 
to explain their skills wher- 
ever there is a notcntial loh 



'*-4rm)* iiluntnt an' tndudi'd in all of the Phi hp 
Morris Companies* employment pohaes, not 
because someone asked us to, but because they 
deserve it and because u*^ have found them to 
he highly-trained, skilled and produciive** 
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The Army has estabhshed a new program called. Army Career 
and Alumni Program (ACAP). One of us goals is to assist 
employers that desire to hire our 
soldiers. The Army will ulti- 
mately have over SO job assis- 
t;^nre renters worldwide These 
centers will provide the neces- 
sary linkage between our sol- 
diers and outside employment 
opportunities. 



''Army alumni have served our country and 
deserve our consideration for employment. 
They bring a unii^ue dedication and u>ork 
ethic to the job that makes them an extremely 
valuable human resource for any business*.* 

Ih h,fH^ J A'tMur 
( h.iifniiiti JUil ( / ( ) 



There are some tough choices to make in the years ahead— 
decisions that will affect generations of young Americans. The 
Army Career and Alumm Program (ACAP) Office can give 
you some very enlightening, useful advice on how to put 
"Army Advantages * to work for your company today so you 
can turn your workforce around and make it be all it can be 
tomorrow. Pick up the phone and dial (703) 325-3111 or 
325-4745. Or, you may write them at the following address* 

U.S. Total Army Personnel 



^"Prudential has lotif^ reiO\;nized tin' brt adth of 
experience and maturity that former mcmhi rs 
of the military bring to the workplace . . H< 
have found these individuals to be clearer 
about their career choices, more realistn about 
the short'term effort needid to achieve hn^- 
term goals and more likely to havi the self- 
discipline that is one of the fundanitfitals to 
succeeding in business*' 



Command, Army Career and 
Alumni Program Office, 
ATTN: TAPC-PDC, 
2461 Eisenhower Avenue, 
Alexandria, VA 22331-0479 
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In addition, there arc a nunibtr 
of other nutlets .uoinid the coun- 
try to help employers access 
Army alumm. These are listed 
//„ i\„j<> I ; 'Additional Resources'' at the 

back of this book and sh<>uld be 
pursued as part of any effort aimed at hiring experience 

Forging Strategic Alliances 

As a byproduct of satisfying its own manpcwer needs, the 
Army is producing the most competent and flexible new 
entrants to the American labor force - its Army alumni. Tne> 
have been the recipients of training in new technologies and on 
state-of-the-art equipment, and have used their educational 
benefits to pursue ever-increasing levels of achievement. In 
addition, they carry with them the promise of trainability. 
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Equally important is that, in making the commitment to 
serving our country. Army alnmni have demonstrated a 

dedication and ethic that 

compounds their value to the 
workforce. For this reason 
alone, they deserve the con- 
sideration of the wider Amer- 
ican public as they transition 
back into the civihan world. 



'^Someone once ohsemd that you cannot man- 
age troops up a hill under fire ^ you must lead 
them, l^eadership is at the core of etferytkina 
the Army teaches and, as the global struggles 
facing American businesses intensify^ men 
and uHtmen trained to lead in the Army 
become an increasingly attractive pool of 
emphyees. They ser\>ed all of us while in 
the Army f and uf ou*e them at least a chance 
to *be all that they can be' in the private 
sector as iiv//.*' 



At the same time, the Amer- 
ican pubhc has an obligation 
to Itself to find appropriate 
mechanisms that enable our 
country to remain econom- 
ically sound. We need to be 
alert to the possibility of forging new strategic alliances that 
can help keep our businesses competitive By hiring the 
experience of Army alumni, we satisfy lx)th of these goals 



}o(ml Wt'Lh, }i 
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Additional 
Resources 

Each year. Army ROTC coniPiissioiis more than 
4,(XX) young men vomen who, in addition to serv- 
ing pari-tiuic as officcrb in tlic Ariiiy Rcbervc or Army 
National Ciuard, enter the workforce full-tmie. These 
officers can be a valuable source of expcnenced manpower 
for American companies. 

Companies interested in obtaining information about 
Army ROTC graduates can write: 

Commander 

U S. Army R3TC C^idel Command 
ATTN: ATCC:-MP 
Fort Mo!iroe, VA 2M^S\ 

For more information on Veterans' Employment 
Opportunities, you can write: 

U.S. Department of Labor 
Veterans Employment andTrainini^ Service 
2()() Constitution Avenue, N.W 
Washington, D.C, 20210 

FmploytTs can also check their Yt^llow Pages under "U S 
Government" for the telephone niimbcT of the nearest U.S. 
Army Reserve or Army N^umnil ( in.ird nnir rn Hc^rrnnnn* 
the types of spc^cialties serving Reservists nnght c fter the 
area s workforce. 

In addition, companies can call the otTice of Employer 
Support for the Guard and Reserve (ES(iR) toll-free 
l-8(K)-33f>-4590 to obtain information regarding Armv 
alumni in their local communities. 

For information on job fairs, business-related activities 
and other programs designed to facilitate placement of 
Army alumni in civilian jobs, call l-80()-USA-ARMY, 
ext 430. The operator will put you in touch with an 
Army Recruiting Battalion or Recruiting Company 
Commander. 
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Cabinet-Level 
Endorsements 



"In Mdiition to an increasing shortage of labor, American businesses 
are also Jwding that today *s new entrants into the workforce lack 
many of the skills necessary to ensure efftcHwe job performance. This 
ismoithe case with A rmy alumni. When you hire a veteran, you 'iy 
employing an indipidual who has had to uphold the highest standards, 
Hterams hape demonstrated integrity, a commitment to excellence and 
a determination to do the best job possible that reaUy offers businesses 
an edge on the competition. With the shortage of skills that exist in 
the labor market today, the ability to hire experience is a definite plus 
for any corporation^ 

Ehzabcth DoU 
Semtary of Ijtbor 
(J S Dfvt ofi.ahor 



"By law, veterans receive hiring preference for many government jobs 
based on a collective national appreciation for the fact that some were 
injured in service and all were disadvantaged by being absent from the 
labor marhet during their service years. Experience for Hire mahes 
the point that veterans should receive hiring preference on a much 
wider basis simply because they make good employees. The case is 
stated clearly: military training and education, tempered by disci- 
pline and teamwork learned in important national defense assign- 
ments, spell maturity, productivity and reliability on any job!* 

Edward J Derunmh 
Secretary of iheram Affjir^ 
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Afterword 



As I stated in my hook, The Roarmg *80s, in the 1Mb, there wiU he 
more johs in the United States than people to fill them, That'k the good 
news. The had news is that the young people out there won't fill many 
if the johs. They simply won *t haoe the skills. 

Currtndy, American puhlic high schoob are graduating 700,000 fit nc- 
tionaUy illiterate stndenU ewery year. Nearly a million drop out. Four 
out effioe young adults cannot summarize the main point of a news- 
paper orHde, and many of them never see newspapers anyway 

The pwhlem would appear to he particularly severe with respect to the 
sciences. According to the NaHonal Scienee FoundaHon, we are moving 
steadily toward, "virtual scientific and technological illiteracy!' Tahen 
as a whole, rays Franh Price, president of the National Academy of 
Sciences, it's a disaster. 

In order for American companies to he competitive intemationatty, 
they h^m to he capital intensive. They must liove the newest and most 
innovative machinery. But you can't operate numericallycontrolled 
machine tools if you don't understand fractions and scales. 

Ohviously, our educational system needs to he reformed to address these 
issues. That will tahe time, however. In the interim, therefore, we need 
to identify resources within our own society that can help American 
companies remain competitive. Army alumni an one sob$tion. 

Army ahtmni, during their training, have heen exposed to some of 
the most technologically-advanced equipment used hy husinesses today. 
They htve learned tangik'* skills that have application across a hroad 
cross-section of industries. They have learned how to learn. 

m all know the Army experience is rigorous. And it would appear 
that Oie same standards that ate adhered to during Basic 'Raining are also 
appHed to learning a shitt amf developing a worh ethic that can only 
help contrihute to a company's success. 
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Tkmjm, S0 kmg «i this country is committed to paying for tkeir 
troimi^, it nmka sound economic seme for companies to use Army 
oknmi as m resource to fill tkeir workforce needs. The contribution 
could be comidenMe, especioMy if we are to maintain our competitive 
position im today'k increasingly tecknology-drioen andgloMized 
tnarketplace. 

Aim Smith 

Adam Smith s Moncf Warld 
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